Tool 20.2 Talent Management
1-Begin with an assessment: 
Results versus objectives and cultural ratings. (Doing the right job, the right way.)
Learnings and accomplishments:
What worked? What needs to improve? What learned about self? 
Strengths (Innate talent + learned knowledge + practiced skills + hard-won experience + apprenticed craft.)
Gaps.
Career interests
2-Based on assessment, map people on role appropriateness vs performance grid:
Role Sort
		Under performing 15-20%	Effective 65-70%	Outstanding 10-15%
In right role		   Invest			        Support		           Cherish
		(to improve performance)	 (in current role)		(with extra attention)

In wrong role		Move Out		     Move Over		          Move Up
		(quickly with compassion                      (with an 	         (quickly with an onboarding
		               and respect)	                onboarding plan)	plan and mentorship)
Underperforming In Right Role – Invest
Do what it takes to define their roles, fix their management, give them the training or resources they need, and they will perform.
Effective In Right Role - Support
Invest appropriately to support in current roles, helping them continue to grow, perform and be happy. 
Outstanding In Right Role - Cherish
Over-invest to help them grow, perform and be happy in their current roles. 
Underperforming In Wrong Role – Move Out
Treat with respect and compassion and move them out with a minimum of discretionary investment. 
Effective In Wrong Role – Move Over
Find them and move them to the right role before they burn out or quit.
Outstanding In Wrong Role – Move Up
Promote them before somebody hires them away. Move them up sooner than you’re comfortable and with more support to succeed in their new roles.
Many organizations find it helpful to do some sort of calibration meeting where people managers can share their assessments of the people that work for them. This allows those managers to get input from others to refine their thinking and calibrate assessments of performance and potential across the organization. 


Or, the classic nine-box:
	Potential
	
	
	

	Promotable 2 or more levels
	6 Wrong role?
	8 Improve performance
	9 Future leaders

	Promotable 1 level
	3 Move to other role or out?
	5 Continue to develop and improve performance
	7 Continue to develop and stretch

	Not promotable
	1 Move out
	2 Nurture
	4 Cherish in current position

	
	Below Standard
	Meets Standards
	Exceeds Standards

	
	Performance (What and How)


3-Make moves as appropriate
4-Put in place development plans including
· Books, classes, training programs and the like to acquire knowledge
· Opportunities and time to practice skills
· Projects, programs or roles to earn hard-won experience
· Apprenticeships to build craft-level artistic sensibilities and caring.
5-Implement and repeat. 

